
 

 

    

 
EXECUTIVE SUMMARY 

Meeting: TRUST BOARD – IN PUBLIC  Date: 27.02.20 
Report Title: Freedom to Speak Up Annual Report 

2018/19 
Agenda Item: 14 

Author: Louise Dickinson: Freedom to Speak Up Guardian 2018/19. 
Executive Lead: Kerry Eldridge Director of HR and OD 
  
Purpose of 
Report 

Approve x Endorse  Assurance  Receive  

 
Alignment to Strategic Objectives 
BRILLIANT CARE - Always providing safe, effective and compassionate 
care, where we listen and learn to provide an excellent patient experience 
and reduce avoidable harm. 

x 

BRILLIANT IMPROVEMENT - Instilling a culture of quality improvement 
where everyone feels empowered to make changes for the benefit of our 
patients. 

x 

BRILLIANT PEOPLE - Working together in a supportive environment to 
attract, develop and retain brilliant people. 

x 

  
Summary of other meetings discussed with and outcome of discussion: 
The National Freedom to Speak Up review (Sir Robert Francis) provided independent advice 
on creating a more open and honest reporting culture in the NHS with the aim of making it a 
better place to work and a safer place for patients. The report concluded that there is a 
culture within many parts of the NHS which deters staff from raising concerns as it often has 
negative consequences for those who raise them. 
 
In response, the review recommended the appointment of a Freedom to Speak up Guardian 
in all Trusts to whom all staff know they can go to raise concerns. The review advised that 
the Guardian must be independent and impartial; have the authority to speak to anyone 
within or outside the organisation; be an expert in all aspects of raising and handling 
concerns and have the tenacity to ensure safety issues are addressed. In addition, there 
should be a range of other people that staff can go to for advice and support including at 
least one executive director, a non-executive director. 
 
RCHT appointed a Freedom to Speak up Guardian in June 2017 whose plans in 2018/19 
were to promote a culture where staff feel able and secure in raising concerns and feel 
confident that their concern will be addressed, work with the Learning and 
Development department to provide a programme of education and training that 
encourages staff to raise concerns and how they should respond to concerns raised 
and to provide a network of ‘Champions’ who promote a culture of raising concerns in 
their work areas. 
 
In May 2018 the National Guardians Office (NGO) carried out a Case Review at the 
Trust with the report published in December 2018. A number of recommendations were 
made as a result of the review which has resulted in the production of a detailed action 
plan which has been overseen by the People and Organisational Development 
Committee.  

 
This Annual Report provides details on the activities of the FTSU Guardian and 
Champions, the number of concerns raised throughout the year highlighting any 



 

 
 

themes and the details and outcome of the NGO visit. 
  
Summary of the report, key points for discussion including any risks: 
If staff are not supported to speak out this may result in safety issues for both staff and 
patient not being acted on 
What is the key question(s) for the meeting to consider? 
Is the Board assured with the level of information and reporting? What improvements can be 
achieved? 
  
Recommendation  
The Board is recommended to: 

o approve the Freedom to Speak Up Annual Report 2018/19 
   

 
Equality and Diversity 
Statement 

Certain staff groups maybe victimised if they speak out. 
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1. Executive Summary 

The Freedom to Speak Up (FTSU) review provided independent advice on creating a more open 
and honest reporting culture in the NHS with the aim of making it a better place to work and a safer 
place for patients. The report concluded that there is a culture within many parts of the NHS which 
deters staff from raising concerns as it often has negative consequences for those who raise them. 
 
In response, the review recommended the appointment of a Freedom to Speak up Guardian in all 
Trusts to whom all staff know they can go to raise concerns. The review advised that the Guardian 
must be independent and impartial; have the authority to speak to anyone within or outside the 
organisation; be an expert in all aspects of raising and handling concerns and have the tenacity to 
ensure safety issues are addressed. In addition, there should be a range of other people that staff 
can go to for advice and support including at least one executive director, a non-executive director. 
 
RCHT appointed a Freedom to Speak up Guardian in June 2017 whose plans were to promote a 
culture where staff feel able and secure in raising concerns and feel confident that their 
concern will be addressed, work with the Learning and Development department to provide a 
programme of education and training that encourages staff to raise concerns and how they 
should respond to concerns raised and to provide a network of ‘Champions’ who promote a 
culture of raising concerns in their work areas. 
 
In May 2018 the National Guardians Office (NGO) carried out a Case Review at the Trust with 
the report published in December 2018. A number of recommendations were made as a result 
of the review which has resulted in the production of a detailed action plan which has been 
overseen by the People and Organisational Development Committee.  

 
This Annual Report provides details on the activities of the FTSU Guardian and Champions, 
the number of concerns raised throughout the year highlighting any themes and the details 
and outcome of the NGO visit. 
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2.  Background 
 

2.1The Freedom to Speak Up (FTSU) review provided independent advice on creating a 
more open and honest reporting culture in the NHS with the aim of making it a better place 
to work and a safer place for patients. 
 
2.2 The review made a number of key recommendations and actions for NHS organisations 
and professional system regulators to undertake to help foster a culture of safety and 
learning in which all staff feel safe to raise a concern.  
 
2.3 The Department of Health accepted the FTSU report’s good practice recommendations 
in full at the time of their release but sought to consult nationally on a set of proposed 
measures to implement them. This consultation outcome was published as part of the 
‘Learning not Blaming’ report.  
 
2.4 The report did confirm that NHS England and the NHS Trust Development Authority 
(now NHS Improvement) had been tasked to produce a national standard integrated policy 
and procedure for reporting incidents and raising concerns.  
 
2.5 In respect of training, NHS England and Health Education England have been asked to 
review a curriculum to ensure the training complies with national standards but, in the 
meantime, arrangements should be put in place to ensure key staff, including board 
members, managers and holders of prescribed roles (for example Freedom to Speak Up 
Champions), receive training in their organisation’s approach to raising, receiving and 
acting on concerns. 
 
2.6 The review also recommended the appointment of a Freedom to Speak up Guardian to 
whom all staff know they can go to raise concerns. The Guardian must be independent and 
impartial; have the authority to speak to anyone within or outside the organisation; be an 
expert in all aspects of raising and handling concerns and have the tenacity to ensure 
safety issues are addressed. 
 
2.7 In addition, there should be a range of other people that staff can go to for advice and 
support including at least one executive director, a non-executive director and external 
organisations such as, for example, the National NHS Whistleblowing Helpline. 
 
2.8 The Freedom to Speak Up report concluded that there is a culture within many parts of 
the NHS which deters staff from raising concerns as it often has negative consequences for 
those who raise them. 
 
2.9 This was borne out by the results of the RCHT 2015 National Staff Survey which 
revealed that, whilst 94% of staff report that they know how to raise concerns about unsafe 
clinical practices, only 68% of staff report that they feel secure in doing so and 56% of staff 
report that they are confident that their organisation would address the concern.  
 
2.10 At RCHT staff have consistently reported being aware of the Trust policy on raising 
concerns however, in the 2016 staff survey only 62% of RCHT staff agreed they would feel 
secure raising a concern and 42% reported they would be confident that the Trust would 
address their concern.  In 2017 65% of staff agreed they would feel secure in raising a 
concern and 46% reported they would be confident that the Trust would address the 
concern therefore the Trust remains in the worst 20% of Trusts with regards these 
questions.  It is recognised that there is still a lot of work to do to ensure the Trust has a 
culture where staff feel able and secure in raising concerns and confident their concern 
would be addressed. 
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RCHT Staff survey results – Concerns 
 

Year %staff would feel 
secure in raising a 
concern 

% staff feel confident their 
concern will be addressed 

2015 68 56 
2016 62 42 
2017 65 46 
2018 66.6 48.2 

 
 
3. Designated FTSU Leads 

3.1 The Designated Non-Executive Director Lead 
The designated non-executive member is an independent voice and champion for those 
who raise concerns. They act as a conduit through which information is shared with the 
Board and provide challenge to the executive team on areas specific to raising concerns 
and the culture in the organisation 

 
3.2 The Executive Director Lead 
The Director of Human Resources and Organisational Development is the Trust Board 
Lead for Freedom to Speak Up, supported by the Non-Executive Director. They oversee 
and review internal processes for raising concerns ensuring staff feel empowered to raise 
concerns. 

3.3 Freedom to Speak Up Guardian 
• The Freedom to Speak Up Guardian has been in post since June 2017 and acts as 

a point of contact for staff wishing to raise a concern who feel unable to raise 
concerns with their line manager or who feel a concern has not been addressed at 
the local level.  

• In conjunction with the Executive Lead, the Guardian ensures that concerns are 
dealt with appropriately (confidentiality, regular communication, feedback) 

• The Guardian safeguards the interests of the individual, ensuring there are no 
repercussions for them either immediately or in the longer term and that they have 
access to personal support as appropriate 

• The Guardian helps to develop a culture where speaking up is recognised and 
valued through having direct access to the Chief Executive and Executive Lead 

 
3.4 Freedom to Speak Up Champions 
The Freedom to Speak Up Champions act as a point of contact for staff wishing to raise a 
concern who feel unable to raise concerns with their line manager or who feel a concern 
has not been addressed at the local level. They promote the culture of raising concerns 
 

4.  Freedom to Speak Up Activities  
The key focus for the Guardian in 2018 was: 

• To promote a culture where staff feel able and secure in raising concerns 
and feel confident that their concern will be addressed,  

• To work with the Learning and Development department to provide a 
programme of education and training that encourages staff to raise 
concerns and how they should respond to concerns raised and to  

• To provide a network of ‘Champions’ who promote a culture of raising 
concerns in their work areas. 

 
By focusing on these key areas it was anticipated that the Trust would have a 
workforce who feel able and secure in raising concerns with the knowledge that these 
will be addressed appropriately thereby making RCHT a better place to work and a 
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safer environment for our patients. 
 

4.1 Promoting a Culture where staff feel able and secure in raising concerns 
In supporting staff to raise concerns the following have taken place. 

• A Hot Topic on Freedom to Speak Up was distributed via the all user email 
• Freedom to Speak Up posters have been distributed and  displayed in all staff areas 
• A Freedom to Speak Up leaflet has been completed and distributed to staff at 

Corporate Induction 
• The FTSU has attended meetings to raise awareness. 
• Discussions have been held with regards the introduction of an App that all staff can 

use to raise their concerns. 
• A series of walk round at all RCHT sites have been conducted by the Guardian and 

Champions meeting staff to discuss speaking out and listening to any concerns they 
may have. 

 
4.2 Education 

In conjunction with the Learning and Development department an education 
programme to promote staff to raise concerns and how to respond to concerns has 
been developed as follows: 
• Freedom to Speak up is included on Corporate Induction day 1 
• Freedom to Speak up is included  on Junior Doctor induction 
• Freedom to Speak up has now been incorporated into the Manager’s Passport 

training. 
• The Guardian has worked together with the Trust’s Guardian of Safer working 

practices and the GMC to ensure that junior doctors are aware of how they can 
raise concerns. This approach has now been adopted by a number of other Trusts. 

 
4.3 Provide a network of ‘Champions’ who promote a culture of raising     

concerns in their work areas. 
Meetings have been held with the Champions to provide support and to provide an 
opportunity for them to raise concerns. Further Champions have been recruited 
throughout the year with training provided for them by the Guardian. 
 
The Champions have taken part in visits to wards and departments to raise the profile 
of speaking out and have manned stands at strategic points across the Trust. 
 
The Champions have supported colleagues who have raised concerns and they have 
provided quarterly details to the Guardian who has reported these cases nationally and 
to the People and Organisational Development Committee. 

 
4.4 Other 

• The Freedom to Speak up Guardian has attended the quarterly regional meetings 
along with the National meeting and networked with other Guardians. 

• The Freedom to Speak up Guardian has reported bi-monthly the People and 
Organisational Development Committee on the activities of the Guardian and 
Champions and the number of concerns and themes that have been reported. 

• The Trust Board has carried out their Self-Assessment with support from the 
Guardian. 
 

5. Concerns Raised. 
Ninety eight concerns were raised to the Guardian or Champions during 2018/19 (double 
the number raised last year). These are summarised by quarter as follows: 
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Quarter 1 
Total Number of concerns raised 30 
Number of concerns affecting patient safety 10 
Number of concerns relating to bullying or staff behaviours 13 
Number of other concerns. 17 

 
Number of concerns raised by doctor 1 
Number of concerns raised by nursing/midwifery staff 9 
Number of concerns raised by AHPs 10 
Number of concerns raised by admin staff 4 
Number of concerns raised by ancillary staff 1 
Number of concerns raised anonymously  5 
 
 
Quarter 2 
Total Number of concerns raised 25 
Number of concerns affecting patient safety 7 
Number of concerns relating to bullying or staff behaviours 11 
Number of other concerns. 7 

 
Number of concerns raised by doctor 1 
Number of concerns raised by nursing/midwifery staff 6 
Number of concerns raised by AHPs 8 
Number of concerns raised by admin staff 9 
Number of concerns raised by ancillary staff 0 
Number of concerns raised anonymously 2 
 

 
Quarter 3 
Total Number of concerns raised 27 
Number of concerns affecting patient safety 12 
Number of concerns relating to bullying or staff behaviours 13 
Number of other concerns. 2 

 
Number of concerns raised by doctor 3 
Number of concerns raised by nursing/midwifery staff 12 
Number of concerns raised by AHPs 4 
Number of concerns raised by admin staff 5 
Number of concerns raised by ancillary staff 3 
Number of concerns raised anonymously 0 
 
 
Quarter 4 
Total Number of concerns raised 16 
Number of concerns affecting patient safety 2 
Number of concerns relating to bullying or staff behaviours 5 
Number of other concerns. 9 

 
Number of concerns raised by doctor 0 
Number of concerns raised by nursing/midwifery staff 5 
Number of concerns raised by AHPs 4 
Number of concerns raised by admin staff 6 
Number of concerns raised by ancillary staff 1 
Number of concerns raised anonymously 0 
 



 

Page 10 of 13 
 

 

0

2

4

6

8

10

12

14

16

18

Q1 Q2 Q3 Q4

Concerns Raised by Theme 2018/19

Patient safety

Behaviours

Other

 
 
 
 

0

2

4

6

8

10

12

14

Q1 Q2 Q3 Q4

Concerns raised by Staff Group 2018/19

Doctor

Nurse/Midwife

AHP

Admin

Ancill iary

 
 

 
A recurring theme each month relates to behaviours that are not in line with our Trust Values 
and in some cases bullying. A comprehensive Organisational Development plan has been 
developed and to support this, a number of roadshows have been delivered. These have been 
carried out across the Trust in quarter 4. During this time, over 30 roadshows have been 
delivered with over 500 staff members attending. This has provided staff with an opportunity 
not only to hear more about the Organisational Development plan but to be able to raise 
concerns they may have with the Executive/Board members attending the Road show. The 
Road Shows have focused on 3 key objectives – brilliant care, brilliant people, and brilliant 
improvement. For each of the objectives a number of pledges have been made outlining the 
Trusts expectations and vision. Some of the pledges relate to the culture of the organisation 
moving to one of openness, honesty and respect for all. 
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The Organisational Development plan will be providing a leadership development programme 
targeted at the first 100 leaders commencing in April. The programme will include content that 
is explicit about responsibilities that all leaders have to ensure that all issues raised are dealt 
with in a timely way and in line with best practice. 

 
A specific email account has also been set up for staff to contact the Chief Executive directly 
rcht.tellkate@nhs.net  to raise any concerns they may have. 

 
Additional actions that have been taken in response to concerns raised include: 

• Respect Conference focussing staff attention on theirs and others behaviours was 
delivered in October 2018 supported by the GMC, the BMA and Royal College of 
Surgeons. 

• Completed SCORE (Safety Climate) survey in one clinical area (Theatres). 
• Behaviour workshops held in departments to reset Trust Values and behaviours 
• Formal investigation processes carried out where appropriate by external investigators. 
• Mediation sessions arranged to resolve ongoing issues 
• Re-established departmental meetings allowing staff the opportunity to discuss 

concerns/issues with senior leaders 
• In response to lack of visibility of senior leaders, visits from the Chief Executive were 

organised with regular established visits by Care Group senior leaders. 
• Changes to practices within a department have been implemented. 

 

6. National Guardians Office Case Review  
 
6.1 Background to the Visit 
The NGO initially received information that the response of the Trust to a speaking up issue 
raised by one of its workers was not in accordance with good practice. Because the 
information indicated that significant learning could be obtained from reviewing the case the 
NGO decided to review how the Trust had handled the case. 
 
The NGO also looked at other available data about the trust, including its 2017 NHS staff 
survey, to determine whether learning could be obtained from reviewing the speaking up 
culture, across the whole trust.  As this information indicated this was the case, the NGO 
decided to undertake a broad review of the speaking arrangements at the trust, as well as a 
review of the case first referred to it. 
 
6.2 How the review was conducted 
The NGO visited the three principal sites in the Trust, namely Royal Cornwall Hospital in 
Truro, St. Michael’s Hospital in Hayle and West Cornwall in Penzance.  
 
Across those three locations the NGO representatives met with a total of 34 members of 
staff, including clinicians, managers and ancillary staff, as well as the trust chief executive 
officer, board members and the Freedom to Speak Up Guardian and champions.  
 
A total of four staff forums were held across all sites to encourage as many workers as 
possible to tell the NGO about their experiences of speaking up in the Trust, to gain an 
insight into the culture, to identify examples of good practice and where the NGO could 
support the trust to improve. These forums were actively promoted by the trust to enable 
workers to share their experiences. In addition to forums and one to one meetings, trust 
workers were also able to contact NGO staff directly.  
 
As well as meeting with staff, a range of documents relating to speaking up in the trust were 
reviewed, including trust policies, procedures and strategies, as well as staff surveys. 

 

mailto:rcht.tellkate@nhs.net
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In addition other bodies were asked by the NGO to share what they knew about the Trust’s 
support for speaking up, including the Care Quality Commission and NHS Improvement. 

 
6.3 Findings of the Review 
Recognising that some of the concerns that had been referred to them were historical, the 
NGO identified that there were areas where the Trust leadership needed to do more to 
improve the speaking up culture for its workers. These included: 
• Evidence that senior staff did not always respond to workers who spoke up in a manner 

that was consistent with the trust’s speaking up policy, or in accordance with general 
principles of good speaking up practice 

• Staff who spoke up did not always receive feedback on the outcome of concerns raised 
• Evidence that staff in some parts of the trust feared they would receive ‘retaliation’ for 

speaking up 
• Evidence that relations between staff in several parts of the trust was poor and were 

characterised by a grievance culture, often arising from historic issues between workers 
that had not been resolved 

• Although the trust had commissioned speaking up training for its Freedom to Speak Up 
Champions to help ensure they properly handled issues raised by workers this training 
did not make appropriate reference to guidance on speaking up good practice issued by 
the National Guardian’s Office or NHS Improvement 

• Evidence that settlement agreements between the trust and workers who had left their 
posts presented a barrier to speaking up and potentially to staff receiving support  

• The trust did not have a conflicts of interest policy. This was not in accordance with 
national guidance from NHS England. 

The NGO also identified that there were examples of where the trust was taking active 
steps to support speaking up. These included: 
• Ring-fenced time for the trust Guardian to ensure their availability to support workers 
• Appointing a network of speaking up champions to support the work of the trust 

Freedom to Speak Up Guardian and to help ensure that staff working across a 
geographically wide area had access to support to raise issues 
 

6.4 Recommendations 
The NGO made 15 recommendations overall, 13 directly for the Trust to action and two for 
the NGO to action. Timeframes were given for completion.  
 
Further to the recommendations, a detailed action plan was produced which has had 
oversight from the People and Organisational Development Committee. The original action 
plan can be found in Appendix 2 

 
 

7. Moving Forward 
 
Although steps have been taken to create a culture where speaking up is embedded in 
daily practice, it is recognised that more work is still required.  
 
The NGO case review identified a number of areas for improvement; the actions to support 
these recommendations will be completed during this financial year 2019/20. 
 
The Trust will recruit a new Guardian during this financial year 2019/20 whose role will be 
purely the Guardian role with additional hours to support. A new Guardian has now been 
successfully recruited and commenced post in September.  
 
The Guardian’s Top priorities for the coming year are to: 



 

Page 13 of 13 
 

• Strengthen the FTSU champion team, ensuring this is representative all of our staff 
groups (LGBT plus, disabled employees, BME).  

• Additional Champions are to be recruited and refresher training to be provided for 
them via the National Guardian’s office. 

• Joint working to commence with the BAME lead to reach out to BAME colleagues to 
enable more speaking up, walk the wards sessions and production of a video 
planned. 

• Utilisation of closed cases to share learning ensuring that as a trust we really learn 
from people that have spoken up. 

• Ensure ongoing communication with colleagues who raise concerns to keep them 
updated with progress. 

• Reduce the length of time taken to respond to colleagues with an outcome to their 
concerns. 
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